Introduction
Globalisation has placed strong pressure on government to compete for trade flows, investment and resources (Auditor General, 2007; Goyal, 2006) . Since the early 1980s, the Government of Malaysia has taken a lot of initiatives to drive reform and replace the traditional administration structures (Siddiquee, 2010 (Siddiquee, , 2006 Norhayati & SIti Nabiha, 2009 ) .The New Public Management (NPM) has been introduced to solve the problem of inefficiency with its emphasis on managing for outcomes and results as one of the ways to improve performance in public sector (Siddiquee, 2010 (Siddiquee, , 2006 . Auditor General (2007) further points out that it is important to have a high quality and excellent public sector delivery system as poor delivery system can damage investors" confidence to do business and invest in Malaysia.
The Prime Minister of Malaysia, Datuk Seri Mohd Najib in his Cabinet Appointment speech on 1 April 2009, he emphasises a new concept called "1 Malaysia: People First, Performance Now" as the new administrations tag line. This indicates that the government is seriously focusing on improving performance towards achieving Vision 2020. 5 -7 May, 2013, Rydges Melbourne, Australia, ISBN: 978-1-922069-23-8 Performance management is the key agenda in public sector organisations on the basis that it will help them meet improvement targets. In 2009, Performance Management and Delivery Unit (PEMANDU) was established to oversee the implementation and assess progress of the Government Transformation Programme (GTP) and Economic Transformation Program (ETP), facilitate as well as support delivery of both the National Key Result Areas (NKRAs), and National Key Economic Areas (NKEAs). In addition, the role of PEMANDU is also to support the Unity and Performance Minister in implementing the Key Performance Indicators (KPIs) system. The aim of establishing GTP is to improve public services and helping the government to achieve the ideals of 1Malaysia, while the ETP is focusing more on sustainable initiative that will transform Malaysia into a high income nation by 2020 (GTP, 2010).
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Resistance to change will lead to great losses in government, and change is often resisted (Northcott & Taulapapa, 2012; Pryor, Taneja, Humphreys, Anderson & Singleton, 2008; Proctor and Doukakis, 2003) . It has been reported that the government has spend almost 66 million in setting up PEMANDU to lead the transformation. This includes the cost of engaging external consultants and establishing 1Malaysia lab to bring all parties from public sector, private sector and academicians together to discuss the best ways and alternatives of transforming Malaysian public sector. The Auditor General (2007) stressed on the importance of improving public sector delivery services to enhance investor"s confidence. It is believed that successful transformation will lead to improve in public service delivery and enhancing investors" confidence. Moreover, reluctance to change will consequently affect the public at large.
Acknowledging the important role played by the senior management in change initiatives, (Boukenooghe, Devos, & Broeck, 2009; Cinite, Duxbury, Higgins, 2009; Simonson, 2005) , this study aims to examine the commitment of senior management in public sector towards successful change efforts. It is important to note that the senior management received information from the policy makers, and then they are responsible for disseminating the information to the middle management and staffs.
The remainder of this paper is organized as follows. Section 2 develops and understanding on the public sector change and readiness for change. This section also provides a discussion on the commitment of senior management towards successful change. Section 3 discusses the methodology employed for the study. Section 4 reports analysis and results of the study. Finally, a summary of the findings and conclusion of the study are presented in Section 5.
Literature Review

Public Sector Change
In exploring a local council"s change to an outcome measurement regime, Chia, Lord, Craig and Ball (2011) conducted a full qualitative research study by interviewing four managers in selected New Zealand"s local authorities. One of the main objectives of this study is to explore whether change in local authorities from output-based to outcome oriented PMS become institutionalised?. The findings revealed that institutionalisation of PMS neither complete nor automatic. This is similar to study done by Norhayati and SitiNabiha (2009) and Azhar (2009) whereby the implementation of PMS in Malaysian GLCs and public sectors are for ceremonial purposes only. Thus, Chia et al. (2011) provided a 5 -7 May, 2013, Rydges Melbourne, Australia, ISBN: 978-1-922069-23-8 recommendation to mitigate this issue by having a community consultation to encourage managers to be more people oriented and to reduce the information asymmetry. While Azhar (2009) suggested that there is a need to address the issue of improving managers" readiness towards change especially in implementation of PMS in public sector organisation.
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Another study conducted by Proctor and Doukakis (2003) on the role of internal communication and employee development towards readiness to change. The authors employed a survey method to get response from civil servants across the nation (the author did not mention the name of the organisations and country of this study). The findings indicated that employees were happy working with their organisations, however, the difficulties caused by change and uncertainty had led to low job satisfaction. In response to this matters, the authors then conducted an in depth interview with 40 employees to reveal further information regards to the issue of resistance to change. The authors found that poor communication was seen as a key driver of negative feelings among the staffs towards change. Employees feel that the senior management team did not have a clear vision, and the communication about change was not open and honest (Proctor & Doukakis, 2003) .
Readiness for Change
Transformation can be defined as "change in the form, appearance or structure" (Elias, 2009, p.1) . The authors suggested that transformation occurs first at the individual level, and then, at the organisational level. The readiness of individuals working in an organisation reflects the readiness of organisation towards transformation. Individual readiness is an important driver for successful change in an organisation (Burnes, 2004; Armenakis & Harris, 2002 ).
Transformation denotes not only members" belief in subscribing to change, but also members actively engaging in practices that will lead to its successful implementation (Cinite et al., 2009; Burnes, 2004) . Cinite et al. (2009) further added that the announcement of transformation is not sufficient enough to persuade employees that organisation is ready to implement the change. If the organisation failed to persuade or ensure that the change is needed, then the employees might feel that the organisation may fail to change (Norhayati & Siti Nabiha, 2009; Cinite et al., 2009) .
Prior researchers had attempted to identify the underlying reasons that caused failure in organisational change. Burnes (2003) addressed that it is important to understand the causes of failure and drive for success in managing organisational change. It is important to have the right people to lead the organisation with skills, competencies and aptitude to implement the guidelines for successful change. Hoag, Ritschard & Cooper (2002) indicated that failure of management is a strong factor that contributed to failure of change.
Commitment of Senior Management towards Change
This study proposed that commitment of senior management is an important driver of readiness for transformation. Cinite et al. (2009) pointed out that there must be a champion of transformation at the most senior level, a decisive and confident leader who can articulate organisational goals, priorities and strategies concerning change. Senior 5 -7 May, 2013, Rydges Melbourne, Australia, ISBN: 978-1-922069-23-8 management is responsible to define the course of change to their subordinates, and demonstrate their commitment to transformation through their behaviours. Moreover, senior managers are responsible for taking an overview of the presents and future direction and activities of their organisations (Burnes, 2003) . Hence, organisations that want to be perceived by their employees to be ready for the transformation should pay close attention to the commitment of senior management.
Proceedings of 3rd Global Accounting, Finance and Economics Conference
In ensuring successful change initiatives, it is important to look at the attitude of top management towards change (Boukenooghe et al., 2009 ). The commitment of senior management involves the "stance top management is taking with regard to change" (Boukenooghe et al., 2009 p.599) . Cinite et al (2009) pointed out that there must be a champion of transformation at the most senior level who is decisive with respect to organisational goals, priorities and strategies concerning change. This is consistent with Pryor et al (2008) and Simonson (2005) as the senior management need to lead by example to make the vision of change is real. This is to ensure that the subordinates have faith and trust on their leaders. When there is a difference between what leaders say and what leaders do, it sends a message that vision to change is not important and cannot be achieved by the organisation (Simonson, 2005) .
Armenakis and Harris (2002) highlighted the role of leaders in interpreting and changing the work culture of their subordinates. As such, the author argued that the change recipients were shaped by the action and words of those leaders. In addition, the senior management is responsible to define the course of change to their subordinates, and demonstrate their commitment to transformation through their behaviours. Moreover, senior managers are also responsible for taking an overview of the presents and future direction and activities of their organisations (Burnes, 2003) . Thus, it is important to ensure that the senior management supports the change initiatives and how actively their involvement in the change process (Boukenooghe et al., 2009 ). This indicates that organisations that want to be perceived by their employees to be ready for the transformation should pay close attention to the commitment of senior management.
Methodology
Research Method
This study employed a survey method to gather information from 40 managers working in various public sector organisations using convenience sampling. Managers were assessed on their perceived readiness towards change where they need to respond to nine items based on a 5-point Likert scale ranging from (1) strongly disagree to (5) strongly agree. Data collection process was conducted between June to August 2012 using online digital questionnaire. The questionnaire was improvised based on feedback from the content experts and was subjected to reliability and validity analysis using selected Rasch measurement tools via the WINSTEPS @ 3.72.3 software. The Rasch measurement is based on a probabilistic model which originates from the Linear Hierarchical Logistic Model (Zakaria, Abdul Aziz, Mohamed, Arshad, Ahmad Ghulman, & Masodi, 2008) . In the Rasch philosophy, the data have to comply with the principles, or in other words, the data has to fit the model. From Rasch point of view, it is required to test whether the data allow for measurement on a linear interval scale specifically in a cumulative response process (Zakaria et a., 2008) . 5 -7 May, 2013, Rydges Melbourne, Australia, ISBN: 978-1-922069-23-8 Based on the Rasch rating scale model, we will estimate P ni1 , the probability of person n choosing "disagree" (category 2) over "strongly disagree" (category 1) on any item (i). D i is the difficulty of item i and F 1 is the difficulty of the first threshold on item (i). The rating scale model is illustrated in Eq. (1):
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Measurements of Variables
The commitment of senior management towards transformation was measured using 3-item adopted from Cinite et al. (2009) , and 2-item adopted from Allen and Meyer (1990) . A further three questions were adapted from Bouckenooghe et al. (2009) and used in this study. An example of the question in this dimension is "senior management themselves have brought into the transformation and promote it by behaving in a manner consistent with the transformation". Table 1 illustrates overall information about whether the data showed acceptable fit to the model. The mean infit and outfit for person and item mean squares are expected to be 1.0. As can be seen from Table 1 , the mean infit and outfit are 0.83 and 0.87 respectively; while Table 2 illustrates the mean infit and outfit for items are 0.98 and 0.87 respectively. The mean standardized infit and outfit are expected to be 0.0 and here they are -.6 for person and 0.0 for items. The standard deviation of the standardized infit is an index of overall misfit for persons and items. Using 2.0 as a cut-off criterion (Mahmud, 2011) , both persons (standardized infit standard deviation = 1.54) and items (standardized infit standard deviation = .29) show an overall acceptable fit.
Analysis and Results
Assessing Quality of Data
Separation is the index of spread of the person positions or items positions. If separation is 1.0 or below, the items may not have sufficient breadth in position (Mahmud, 2011) . For persons, separation is 2.35 for the data at hand (real), and is 6.17 when the data has no misfit to the model (model). High separation index represent a large spread of items and persons along the continuum. The item separation index is 0.85 which is lower than for persons.
Separation determines reliability of items and persons (Mahmud, 2013) . Higher separation in concert with variance in person or item position yields higher reliability. The person separation reliability estimate for this data is 0.85 while the item separation reliability estimate is 0.42. Low item reliability indicates that the sample is not big enough to precisely locate the items on the latent variable. Item reliability can increase with bigger sample size and produce stable item estimates. This estimate is expected to increase when more samples are gathered to produce a more reliable item estimate. 5 -7 May, 2013, Rydges Melbourne, Australia, ISBN: 978-1-922069-23-8 6 
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Item Fit
Overfit is indicated by a mean square value of less than 1.0, and negative standardized fit. Overfit is interpreted as too much variation in the response pattern, perhaps indicating the presence of redundant items. Underfit is indicated by a mean square greater than 1.6 and standardized fit of less than 2.0 suggests an unusual and/or inappropriate response pattern (Mahmud, 2011) . Table 3 shows that there is one misfit item as indicated by infit and outfit values which are outside the range of 0.6 to 1.4 (item I_9). Due to small range of item difficulty and large range of person ability, misfit cannot be precisely located on the items. Here the misfits items indicate the managers" inability to precisely perceive their attitude was due to inappropriate items thus restrict the measurement of the latent trait. The validity can be improved if similar items were removed or combined (Mahmud, 2011) . 
Unidimensionality
Unidimensionality is crucial to assure the instrument is measuring the specific objective, in this case readiness of public sector managers towards transformation as determine by the 5 -7 May, 2013, Rydges Melbourne, Australia, ISBN: 978-1-922069-23-8 commitment of senior management towards transformation. Rasch analysis applies the Principal Component Analysis (PCA) of the residuals; i.e how much variance is the instrument in measuring what is it supposedly to measure. The raw variance explained by measures is 66.5% closely match to the expected 65.7%. Thus it meets unidimensionality requirement minimum of 20%.
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Furthermore, the unexplained variance in the 1 st contrast of 3.1% as tabulated in Table 4 exhibited that the instrument was considered to be good (Fisher, 2007) . This indicated that the 9-item instrument used for the study met the unidimensional trait and was able to measure what it wanted to measure (readiness and commitment of senior management towards change). It also indicated that the data for the 9-item had a very good fit to the Rasch measurement model (Mohd, 2012) . 
Person-Item Distribution Map (PIDM)
The heart of Rasch analysis is provided in Figure 1 , which is the person-item distribution map. Items and persons (or respondents) share the same linear measurement units known as logits. Referring to Zakaria et al. (2008) , logits is a unit derived from transforming ordinal data into an interval scale.
The person-item map illustrates all and more importantly the hierarchy of difficulty order. This will be the premise of the construct validity acceptance (Mahmud, 2011) . Persons are distributed on the left side of the logit ruler and items are distributed on the right side. Those at the upper end of the scale agreed with more items and agreed more strongly. Letter "M" denotes the managers" item mean, "S" is one standard deviation away from the mean and "T" marks two standard deviations away from the mean.
As can be seen in Figure 1 , 40 managers are mapped on the left side of the map under the heading "persons". The distribution of respondents" positions is on the left side of the vertical dashed line in increasing order of ability. Those at the upper end of the scale agreed with more items and agreed strongly. Managers with ID number 14 and 26 are found to have agreed completely with all the items, followed closely by managers with ID number 25, 19, 23, 37. About 42.5% (17/40) managers did not find all items to be important driver to reflect the commitment of the senior management towards transformation (ID number 22, 07, 33,…08).
In the map, we can see that 57.5% of the managers fall above of all 9 items. These group of managers also agreed that the senior management people in their organisation pay attention to the ideas brought to them by the middle managers and employees (refer to item Fc_5). Figure 1 reported that the readiness of managers with ID number 34, 17 and 36 matches items Fc_4 and Fc_8. This indicates that these three managers neither agree nor disagree that there is a champion of transformation at the most senior level in their organisation 5 -7 May, 2013, Rydges Melbourne, Australia, ISBN: 978-1-922069-23-8 8 (refer to item Fc_4). They also have a neutral agreement that the senior management team in their department is actively involved with the transformation (refer to item Fc_8).
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Those managers who are mapped above Item Fc_6 agreed that all these items or constructs are important drivers to improve readiness towards transformation through commitment of the senior management.
There is also an indication of redundancy among the items as shown on the map. These items are labeled as Fc_1, Fc_2 and Fc_3. Fc_1 is measuring whether managers agree that the senior management is decisive with respect to organisational goals, priorities and strategies concerning the transformation. Fc_2 is measuring whether the senior management themselves have brought into the transformation and promote it by behaving in a manner consistent with the transformation. Item Fc_3 is measuring whether senior management defines the course of transformation to their subordinates. 5 -7 May, 2013, Rydges Melbourne, Australia, ISBN: 978-1-922069-23-8 
Summary and Conclusions
This study has shown that the measurement of managers response towards readiness for transformation can be precisely measured using the Rasch probabilistic model. Most of the respondents indicated their agreement to almost every item in the dimension of commitment of senior management to the transformation. The result is consistent with the previous study where the commitment of senior management is seen as an important driver for successful transformation.
